Effects of Employee Training on Organizational Effectiveness in NGOs Funded by UNHCR in Kenya: A Case of Care International in Kenya by Njiru, Justa
Research on Humanities and Social Sciences                                                                                                                                    www.iiste.org 
ISSN 2224-5766 (Paper)   ISSN 2225-0484 (Online)  
Vol.11, No.20, 2021 
 
43 
Effects of Employee Training on Organizational Effectiveness in 
NGOs Funded by UNHCR in Kenya: A Case of Care 
International in Kenya  
 
Justa Njiru 
St. Paul’s University, Faculty of Social Sciences 
 
Abstract 
Community development is essential in any society. As actors of development, Non-Governmental 
Organisations (NGOs) need to have capable human resources to enable them achieve their mandate. The purpose 
of this study was to establish the effects of employee training on organisational effectiveness in NGOs funded by 
UNHCR in Kenya, with CARE International in Kenya (CIK) as the case study. This study adopted a descriptive 
research design. Primary data was collected through survey questionnaires containing open and closed ended 
questions. Data was analyzed using percentages and frequencies, descriptive statistics and regression analysis. 
The research findings established that employee training plays an essential role in promoting effectiveness and 
productivity of staff, which in turn contributes to overall organisational effectiveness. Concerning the purpose of 
employee training, the study revealed that it is important in enhancing staff development, implementation of CIK 
programmes and enhancement of interpersonal relations among others. The findings on the content of employee 
training revealed that it included a variety of content such as team working skills content, interpersonal relations 
content, communication relations content, leadership training content, time management and negotiation skills 
content as well technical and non-technical skills content. Results on the methods of staff training adopted 
indicated that the most popular training methods that were adopted by CIK included discussions which allowed 
people to offer varying views on a subject thus resulting to better understanding, E-learning where employees 
could log in at their convenience and access variety of resources, PowerPoint presentations which enabled visual 
illustrations and mentorship. The results on effect of staff training on organization effectiveness revealed that 
68.4 percent of oragnisational effectiveness at CIK is attributed to staff training. Some of the key 
recommendations of the study include: CIK needs to find ways of ensuring all their staff are trained on both 
technical and soft skills as these not only affect the performance and productivity of staff, but also the overall 
effectiveness of the organisation, NGOs should train all their staff and not just management and office staff on 
basic skills/ areas to enhance their productivity at individual, team and organisational level among others.  
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1. Introduction 
The external environment of contemporary organisations, whether profit or not-for-profit is extremely dynamic 
and turbulent. Navigating this dynamism and turbulence requires that organisations put in place measures that 
can enable them to achieve their objectives. One of the measures that have turned out to be very important in 
achievement of organisational goals and objectives is employee training. Resilient and competitive organisations 
understand the essence of having in their payroll employees who are endowed with the right skills and 
knowledge. Adequately trained employees have the ability to perform their duties with a high degree of diligence 
and in addition gives the employee some feeling of satisfaction (Omosa & Onditi, 2018). 
Employee training has been embraced in many countries around the globe. For instance, in the United 
States of America, the concept seems to have gained roots as earlier as the 1980s when the Michigan school 
model also referred to as the “soft” Human Resource Management was proposed by Devanna, Formbrun and 
Tichy. The model which was developed in 1984 lays a lot of emphasis on training employees as a way of 
leveraging on human assets for the achievement of organisational strategic objectives (Enyioko & Ikoro, 2018). 
A number of organisations in the United Kingdom and the European Union (EU) at large, especially the ones 
that appreciate the strategic significance of employee training have been promoting its adoption. These 
sentiments (that employee training plays a strategic role) are shared with the EU and several national institutions 
across Europe. However, the only difference lies in the level of investment organisations are willing to direct 
towards employee training (Shanahan, Garavan & Carbery, 2015). 
Enyioko and Ikoro (2018) define employee training as the effort and arrangements put in place by an 
organisation to enable their employees to acquire the necessary skills and knowledge in order to enhance the 
productivity of the organisation. Samwel (2018) also defines employee training as a process through which 
employees are brought to the awareness of the organisational objectives as well as imparting in them skills and 
information necessary for the achievement of the goals. It is therefore evident from the above definitions that 
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employee training is all about imparting the right skills and knowledge that is aimed at enhancing the 
effectiveness of an organisation’s performance over a period of time. 
Employee training can be classified as either hard or soft skills, where hard skills refer to the more technical 
skills while soft skills are more about ‘people’ skills. Joshi (2017) defines soft skills as how a person relates with 
others i.e. their attitude, communication, emotional intelligence etc. He adds that these skills are as important as 
hard or technical skills as they complement each other. Some of the non-technical (soft) skills in employee 
training may include communication skills, emotional intelligence, leadership and management, problem solving 
just to mention but a few. A good number of organizations today recognize that soft skills development is 
imperative for maintaining relationships with co-workers and other stakeholders, which greatly impacts the 
effectiveness of an organization (Joshi, 2017). 
Employee training has also been widely appreciated and practiced by many organisations in the African 
continent. Evidence from research reveals that a number of organisations both in the public and private sector 
consider employee training as an important tool in achieving effective performance. Samuel (2018) while 
conducting research on drilling firms in Geita Tanzania, asserted that the concept of employee training is one of 
great significance and avoiding it was detrimental to an organisation. Similarly, Enyioko and Ikoro (2018) while 
conducting a study on employee training in Nigeria admitted that it is a concept that is very critical in equipping 
staff with the required skills. 
Equally in Kenya, employee training has been adopted by a number of organisations. Omosa and Onditi 
(2018) while studying the influence of employee training in Kisii County concurred with other researchers that 
employee training was very crucial in organizations since it enabled staff to acquire beneficial skills required for 
effective duty performance. Kariuki and Murimi (2015) also underscored the importance of employee training as 
a tool for empowerment of employees towards the achievement of organisational goals. This is an indication that 
employee training is a very important that organisations in Kenya have embraced. 
Ehimuan (2020) defines organisational effectiveness as the capacity of an entity to deliver the expected 
outcome through the utilisation of minimal resources. Ehimuan further indicates that effectiveness of an 
organisation can be measured or evaluated through the level of growth achieved, the profitability of the entity as 
well as the level of stakeholder and customer satisfaction realised from the entity’s activities. Nankervis, Rowley 
and Salleh (2016) also define organisational effectiveness as a concept that contains both quantitative and 
qualitative perspectives which affect internal and external stakeholders. They also seem to have held the same 
opinion with Ehimuan that effectiveness is larger than organisational performance.   
Organizational effectiveness has been considered as an essential element in enhancing development 
processes. The contemporary business environment changes fast and rapidly than before and it is characterized 
by greater innovation and competition. The need for growth and not just survival is necessary in modern times 
than before. Organizations that can have an impact on development must endeavor to achieve effectiveness 
(Talbot, 2016). Talbot further argues that organizational effectiveness implies that an organization is able to 
better engage its employees, align its strategy and culture as well as develop better leadership for achievement of 
development objectives. 
The significant question this research seeks to explore is whether there is any relationship between 
employee training and organisational effectiveness especially among the NGOs funded by UNHCR in Kenya. 
Evidence from research indicates that several studies have been conducted on employee training but most of 
them focus on its effect on organisational performance (Samuel, 2018; Enyioko and Ikoro, 2018). There seems to 
be greater inclination towards commercial organizations compared to NGOs. This study therefore focused on 
NGOs where more knowledge is required. 
There are many agents in development, NGOs being one of them The United Nations in 1945 defined Non-
Governmental Organization (NGO) as “any kind of organization provided that it is independent from 
government influence and is not for profit” (Czahajda, 2018). Non-Governmental Organizations (NGOs) have 
been in existence for ages but they grew rapidly in the latter part of the 20th century, as they increasingly played 
the role of community development assistance. There are millions of NGOs across the world today, playing 
different roles across the societies. NGOs across the world are increasingly being described as the third sector in 
development, owing to their involvement in different facets of development such as humanitarian assistance, 
environmental conservation, poverty eradication, advocacy, democracy building among many others (Lewis, 
2010). NGOs are sometimes referred to as Non-Profits, Voluntary organizations or Civil Society Organizations, 
but this is largely dependent on different cultures.  
In Africa and Kenya in particular, the NGO sector is considered a key development pillar in socio-economic 
development. NGOs in Kenya play a crucial role of complementing government efforts as the country strives to 
attain Sustainable Development Goals (SDGs) and Kenya’s Vision 2030. In spite of the critical role NGOs play, 
they are faced with a myriad of problems ranging from poor accountability to poor governance. One of the main 
challenges cited by the 2018/2019 annual NGOs report is sustainability, since most of these organizations are in 
the evolving stage. Despite the high staff turnover resulting majorly from the short-term nature of projects is, 
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56% of NGOs trained their staff as a way of improving their effectiveness (NGOs Co-ordination Board, 2019). 
CARE International in Kenya (CIK) is among the international NGOs operating in Nairobi, Kenya. It was 
among the very first NGOs to set up operations in Kenya in 1968 and for over 40 years, the organization has 
been a key player in socio-economic projects across the various counties in Kenya. CIK currently has 5 major 
programmatic areas including food and nutrition security, water, sanitation and hygiene, women and girls’ 
economic empowerment, emergency and humanitarian assistance as well as health. Each of these programmes 
consists of several projects which are funded by different donors (among them UNHCR) and spread across 
various counties in Kenya. 
CARE International Kenya has emerged as a strong development agent or actor based on the many 
development initiatives it has been implementing in many parts of the country. The NGO has transformed many 
lives through various ways. For instance, it has managed to provide opportunities to women and girls by 
enabling them gain access to productive assets and produce goods required at lower costs. CIK has also played a 
significant role in developing communities through provision of financial education through its group savings 
and loan approach. This has facilitated financial inclusion to the rural communities unable to afford conventional 
banking services. There are many more development projects the NGO has been engaged in and these have 
contributed significantly towards development of various communities in the country (CIK, 2020).  
It is evident several studies have been conducted on employee training globally, regionally and locally in 
Kenya. However, a review of the literature from these studies reveals that most of these studies have mainly 
focused on exploring the relationship between employee training and the performance of organisations or 
performance of employees (Tambwe, 2015; Omosa and Onditi, 2018; Alshuwairekh, 2016). The studies 
therefore fall short of any significant knowledge on the effect of employee training on the effectiveness of an 
organisation. In addition, the studies have not investigated the effect of employee training on effectiveness of 
NGOs that are funded by a United Nations affiliated organisation such as the United Nations High 
Commissioner for Refugees (UNHCR). This leaves a research gap that requires to be bridged. This study 
therefore sought to bridge the research gap by investigating the effect of employee training on the effectiveness 
of NGOs funded by UNHCR.  
 
2.0 Literature Review  
2.1 Purpose of Employee Training 
Employee training is one of the important practices adopted by most contemporary organizations NGOs included. 
Different authors have defined employee training in different ways. Waterhouse 2017 defined employee training 
the acquisition of knowledge, skills and attitudes to improve performance in one’s current job. On the other hand, 
Walters and Rodriguez (2017) also consider education ad a process aimed at providing employees with the 
necessary instructions to enhance their performance. They further assert that training is a function that is usually 
part of the human resource section of the organisation and it is normally carried out due to different reasons or 
purposes.   
According to Raheja et al., (2015), one of the purposes of conducting employee training in organizations is 
to address the weaknesses of employees that deter them from performing to their optimum in the workplace. 
Raheja further insinuates that worker may have several weaknesses and training them makes it possible to 
eliminate them in order to achieve the desired performance from them.  Majid and Shakeel (2017) also indicate 
that organisations have tasks which they plan to achieve and therefore they need to train employees and impart in 
them the skills that are crucial for the achievement of the planned tasks. They further recommend that in the 
current competitive environment, effectiveness and efficiency in the workplace can only be achieved through 
appropriate employee training.  
The other purpose of conducting employee training as asserted by Cacciattolo (2015) is because 
organisations consider workplace training as one form of workplace learning and can take many forms including 
in-house training which involves planned learning activities at work or outside of work. These could either be 
short training courses or sharing of information that comprises of a learning component to enable workers 
acquire technical and soft skills. According to Ibrahim et al, (2017), both technical and soft skills are crucial for 
every employee as they complement each other. 
Barine & Minja (2014) identify employee empowerment and team building as some of the human resource 
practices that catalyze organizational transformation. According to their book, training and development is one 
of the key employee empowerment aspects that can be embraced by the HR department to ensure organizational 
transformation takes place effectively (Barine & Minja, 2014). 
Vinesh (2014) also seems to agree with other researchers that employee training is the way through which 
organisations can overcome the weaknesses inherent in their employees. However, Vinesh further indicates that 
there are many more purposes of employee training which include enabling employees to be consistent in their 
duty performance, improvement in the satisfaction of the workers ain an organization, improvement in 
organisational productivity, enhancing service quality, cost reduction as well as minimizing supervision.  This 
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similar view is also shared by Raheja (2015) who agreed that employee training is important in reducing cost and 
improving the quality of services offered by an organisation.  
Training content may differ from one organisation to another depending on the goals and objectives the 
organisation seeks to achieve. In most organisations, the content is normally tailored to assist employees achieve 
various skills which are critical for their duty performance. The following includes popular content captured in 
employee training programs as revealed by various researchers. There are many important soft skills that enable 
a person to maximize their potential in the workplace. Below is a highlight of a few of these: 
Communication is one of the most important components in an organization since in whatever tasks people 
do, they cannot be successful if they fail to exchange not only general information, but also ideas. Lack of 
communication is identified by Minja and Barine (2014) as one of the most destructive things in achieving 
organizational transformation. They speak of poor communication as being a catalyst to lack of trust between 
employees and management (Barine & Minja, 2014). 
Employee training also includes leadership content that is aimed at improving the leadersip qualities of the 
workers. Leadership is increasingly considered an important component of organizational effectiveness (Barine 
& Minja, 2014). Leaders and managers thus have great influence on organizational effectiveness. Barine & 
Minja (2014) state that leadership is about influencing people towards achievement of a shared goal. They 
further argue that effective leaders understand the principles of leadership, which helps them to be more effective. 
This means that effective leaders have to learn as part of self-leadership. 
According to Rush (2006), a leader’s style of leadership greatly affects organizational productivity and that 
is why leaders need to understand the different styles of leadership and when to apply each of these. He adds that 
leaders also need to learn how to use the more participative team style, which is shown to highly influence 
productivity. Transformational style of leadership has been described by Barine and Minja (2014) as an attribute 
that can be learnt by managers. They define transformational leadership as leadership that brings about positive 
change in the followers. They describe individual coaching and workshops as the two main methods of 
transformational leadership training. 
The other content included in training programs is that relating to teamwork and team building. For 
organisations to enable their workers to work in unity and as a team, there is need to include teamwork and team 
building content in training programs. Joshi (2017) argues that it may be easy to get the players but getting them 
to work together may not be that easy (Joshi, 2017). A team can be defined as a group of people working 
together to achieve a collective aim (Rush, 2006). Organizations create teams in order to achieve what could not 
be achieved by individuals. At the same time, teams in which people complement each other’s strengths and 
weaknesses are much more productive as they are more motivated. Managers therefore have a role of building 
and maintaining teams that are productive as a way of improving organizational productivity (Rush, 2006).  
Barine and Minja (2014) identify team building as one of the human resource practices that catalyze 
organization transformation. It is through training that building and maintaining teams that guide the 
transformation process to ensure that people in the organization are achieving the set vision can be achieved. 
The other category of training content relates to interpersonal relationship skills. According to Joshi (2017), 
these are skills that help us relate positively with other people as individuals or in groups. These skills are 
important not only for staff, but also managers since they enable them to gain the support of employees without 
using an iron fist. Rush (2006) in his book mentions that many personnel managers concur that most employee 
turnover is directly attributable to relationship issues in an organization, especially between managers and 
employees.  
Teams that do not have proper interpersonal skills find themselves having problems such as aggression, 
towards each other, poor attitudes, poor communication, mistrust, disrespect and interpersonal conflicts, all 
which affect their productivity as well as that of the organization (Rush, 2006). Organizations should thus make 
a deliberate effort to build the capacity of their teams to maintain healthy interpersonal relationships. 
Subhashini and Vinesh (2014) assert that part of the important content of training programs adopted by 
organisations includes information concerning the goals and objectives of the organisation. They further argue 
that among the key areas that are usually covered include training concerning the vision and mission of the 
organisation, training on the strategic direction to be taken by the organisation, content relating to important 
policies in the organisation, information relating to organisational change and its implementation, key 
performance indicators as well as the core values that guide the activities of an organisation for a period of time 
into the future (Subhashini & Vinesh, 2014).  
Uzair, Majid and Shakeel (2017) also indicate that employee training may be tailored to equip the workers 
with knowledge concerning the short and the long term aims of an organisation. They further argue that 
organisations normally set both long and short term aims as they work towards implementing their corporate 
strategies. This makes it necessary for organisations to plan training programmes that can enlighten the 
employees on the aims of the organisation as well as the plans put in place for the achievement of these aims.  
When new employees are hired into the organisation, they may require knowledge concerning the various 
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operations in the organisation for them to perform their duties effectively. Most organisations may opt to train 
these employees on the various aspects of their operations and in this case the content includes the actual 
activities to be carried out by the employee on a day-to-day basis. This training may involve placing the new 
employee under the guidance of an existing employee who will take him/her through the required organisation 
operational procedures. It may therefore be done either on the job or off the job if there are many employees who 
require training on organisational operations (Milhem, Abushamsieh and Arostegui,2014).  
 
2.2 Employee Training Methods  
A number of authors have explored the various methods that are adopted by organisations in delivery of the 
training content. Milhem, Abushamsieh, and Aróstegui (2014) indicate that that there are several methods of 
employee training depending on what an organization seeks to achieve. They state that there can be on the job or 
off the job training, electronic learning method of training, conducting seminars for the employees, starting 
mentorship programmes for employees, taking employees to field trips or tours to learn or carrying out training 
through simulation in virtual workplace environments.  
Raheja (2015) also cites a number of training methods that can be adopted by organisations. These methods 
include organizing lectures and conferences for the employees of an organisation. The lectures must be having 
enough content and must be motivating. The presenters must also have deep knowledge on the topic. 
Management games, case studies and role playing are also methods that can be used in delivering training 
content to the employees. The authors also mention transactional analysis where the employees are able to learn 
and understand the relationship with other employees.  
 
2.3 Organizational Effectiveness  
There have been numerous debates on the definition of OE, with some scholars even stating that OE is a concept 
that exists in people’s minds. In simple terms, OE is defined as a measure of how well an organization is 
achieving its set objectives by aligning all the elements that are deemed important such as leadership, talent 
management, organizational structures, change management, capacity building etc (Dalvi & Shelankar, 2018). 
Another definition is by Scott (2003) in Eng (2007) who defines OE as, “…. meeting organizational objectives 
and prevailing societal expectations in the near future, adapting and developing in the intermediate future, and 
surviving in the distant future” 
Organizational effectiveness is quite a complex matter from its inception in the 50s. The complexity arises 
in that different organizations have different sets of goals and sometimes these goals are not easy to measure. 
Different schools of thought have tried to explore this concept and have concluded that unidimensional 
indicators of effectiveness are not valid. In the nonprofit sector, there is a great push by donors and other 
stakeholders to improve measures of performance within these organizations. A study by Lecy et al, (2012) on 
NGO and NPO effectiveness concluded that it would be very difficult to have standard measures of effectiveness 
across all organizations. They however suggested that variables such as managerial effectiveness, programme 
effectiveness, network effectiveness and legitimacy, all of which can be evaluated independently, can be 
considered to ease the burden of having to focus on organizational effectiveness as a whole (Lecy, Schmitz, & 
Swedlund, 2012). 
The concept of organizational effectiveness has evolved over a period of time to focus on business 
productivity. Many studies on Organizational Effectiveness have thus been business oriented (for-profit 
organizations). Few of these studies have covered non-profit organizations in developing countries. However, 
unlike in the commercial sector where parameters for organizational effectiveness such as profitability are 
standard, it is much more difficult to define and measure organizational effectiveness in NGOs as the objectives 
for each organization differ (Eng, 2007).  
Dalvi & Shelankar (2018) identify 3 levels of organizational effectiveness including employee performance, 
team performance and overall organizational performance. They argue that organizations are able to achieve 
high performance by maximizing the performance of individuals and groups within the organization. 
Accordingly, an organization is considered effective if all the components of the organization are satisfied. 
(Dalvi & Shelankar, 2018) 
In the NGO sector, Organizational Effectiveness not only concerns itself with how organizations are 
managed, but also other elements such as programme implementation, resource utilization, achievement of 
project objectives etc. (Balaraju, 2016). In fact, Faith-Based Nonprofit organizations consider organizational 
effectiveness as being able to meet the needs of their clients as well as being able to resolve the causes of these 
problems. This is in addition to other indicators including satisfaction of clients, stakeholder perceptions, 
financial reports and number of services offered (Jacobs & Polito, 2012).  
Many factors affect the effectiveness of an organization but of concern in this study is employee capacity 
building with reference to employee training. Indeed, Yang (2007) In (Dalvi & Shelankar, 2018) states that “a 
significant relationship between organizational learning and organizational effectiveness exists.”  On the same 
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trail, Kumar and Hsiao (2007) In (Dalvi & Shelankar, 2018) argues that soft skills such as interpersonal skills, 
communication, and problem solving do contribute to the effectiveness of employees which leads to 
organizational effectiveness.  
Measurement of effectiveness in any organization is paramount. However, unlike corporate entities, 
evaluating the performance of NGOs is not very easy. (Waal & Olale, 2019) This is partly due to their focus on 
accountability to donors and not necessarily on other measures of effectiveness such as beneficiary satisfaction 
and overall organization effectiveness. This study narrows organizational effectiveness to three indicators, which 
will be considered throughout the study. These are; employee performance, programme implementation and 
organizational sustainability. 
The quality of the human resources in any organization does affect, to a great extent, its ability to achieve 
the set goals (Cimatti, 2016). Employee performance is critical in any organization, no wonder performance 
assessment and evaluation is one of the most sought after tools by HR practitioners. According to Barine and 
Minja (2014), performance management is crucial in ensuring the employees and the organization in general are 
meeting the set goals. A study by Pradhan and Jena (2016) indicates that there are three dimensions of employee 
performance including task performance (high standard of work), adaptive performance (ability to adapt to 
change) and contextual performance (going the extra mile at work). (Pradhan & Jena, 2016)  
To ensure high performance of teams, managers have a key role to play. Many researchers, such as 
Armstrong agree that it is important for managers to effectively support their employees as this has a direct 
impact on their performance. Armstrong (2016) states that helping people develop their skills is one of the 
critical roles of a manager and this also serves the interest of the organization. By doing so, staff are more 
fulfilled in their work and they are able to perform better and further their careers. Providing learning and 
development opportunities to staff can also serve as a motivator. (Armstrong M. , 2016) 
A programmatic way of working could either be a group of projects in one geographic area or a group of 
projects focused on one type of activity such as health, advocacy etc. Donors are continually preferring to fund 
this approach of working as they deem it more strategic and cheaper. Accordingly, OECD/DAC donors signed 
the Paris Declaration to using more Programme Based Approaches (PBAs) to bring better coordination between 
donors, and thus many INGO’s have had to adapt this approach, though for some it has not been easy. (Giffen, 
2009) 
In spite of the adoption of the programme approach by some NGOs, projects still remain an important 
component of the NGO operations since programmes operate on the backdrop of projects. Project success or 
failure directly affects any given programme and so proper implementation of projects is critical to achieving 
programme effectiveness in NGOs. For project implementation to be deemed effective, it has to satisfy some 
fundamental criteria including timeliness, budget, and client satisfaction. Many studies have been carried out 
with respect to the topic on project implementation and there has been a common conclusion that certain factors 
determine the success of projects among NGOs. Some of these have been identified as communication, financing, 
planning, monitoring and evaluation etc (Thairu, 2014). 
The managerial skills as well as the leadership style of project managers have been identified by many 
studies as playing a critical role to the success of projects. Other factors of project success include understanding 
of goals and objectives, ongoing management or relationships, attention to people issues and working relations 
within teams (Njeri & Were, 2017). In their study where they sought to establish the determinants of project 
performance, they found out that management support plays a crucial role in project performance. This is 
coupled with collaboration, coaching, communication, employee relations and commitment (Njeri, 2017). 
The environment in which organizations operate is becoming more and more competitive. This is coupled 
with the ever-changing dynamics of components such as client needs, technology and even people. Development 
agents including non-profit organizations have not been spared as funding trends keep changing as well as donor 
and government regulations. Organizations are therefore having to come up with strategies that will help them 
survive these changes in the long run. NGOs on their part are being compelled to adopt business-like strategies 
such as strategic planning, strategic management and strategic implementation of programmes, if only to stay in 
operation (Mukanga, 2011). In order to become sustainable, NGOs must embrace good governance as well as 
accountability. They must also be able to measure their performance as a way of improving organizational 
effectiveness and ensuring that they are improving their ability to deliver on their mandate (Adera, 2014)  
One of the main challenges for NGOs in Kenya is sustainability, since most of these organizations are in the 
evolving stage. The 2018/2019 annual NGO Sector Report places the overall sustainability index at 66% (NGOs 
Coordination Board, 2019). An NGO can measure its sustainability by not only its ability to adapt to the 
changing external environment, but also the competencies of its staff. Edwards (1999) in (Mukanga, 2011) 
argues that the ability and commitment of the leadership within an organization is a critical aspect of 
sustainability. Leaders who are able to seek resources from donors, are keen on employee empowerment and are 
able to effectively solve problems in the organization are considered great drivers of organizational sustainability. 
Sustainability in organizations denotes the ability of an organization to survive by capitalizing on the 
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environment, society and environment. It is related to effectiveness and the two concepts are crucial to the 
success of the organization (Iwu et al, 2015). Their study sought to establish how the aspects of sustainability are 
a criterion for Organizational Effectiveness. They found out that organizational effectiveness is based on the 
ability of an organization to achieve its goals as well as the ability to cover costs, and that the two elements 
should be carried out in a sustainable manner. The researchers concluded that goal achievement and the 
successful implementation of projects to raise funds for sustainability are crucial for effectiveness (Iwu et al, 
2015). 
 
2.4 Employee Training and Organisational Effectiveness  
A number of researchers have attempted to study the relationship between employee training and organisational 
effectiveness. For instance, Majid and Shakeel (2017) conducted a study on the importance of training and 
development in the workplace. Their study took a quantitative approach where secondary data was collected. It 
involved a sample of 200 respondents who were selected from the banking sector in Pakistan. The study results 
established that training employees had a significant impact on the performance of the targeted workplace. It was 
further evident from the study that skills and knowledge gained from training assist in improving organizational 
performance.   
A study was conducted by Daniel (2018) on the effect of training on organisational performance. The study 
was conducted in Nigeria and involved three intuitions from the micro banking sector in Nigeria. The sample 
size of the study involved 304 respondents who were selected from the three institutions. The sample size was 
determined using Yamane formula for sample calculation. Primary data was collected for this research through a 
structured questionnaire. Descriptive and inferential statistics were employed in data analysis. The study findings 
indicated that training of employees had a positive influence on the productivity of an organisation. This study 
seemed to focus largely on performance hence the aspect of organisational effectiveness was not adequately 
addressed.  
Another study was also carried out by Shekher and Reddy (2017) on the effect of employee training on 
organisational performance in the banking sector. The study focused on the Indian banking sector. The study 
adopted stratified random sampling to select a sample of 97 respondents who participated in the research. A 
questionnaire was adopted as the data collection instrument from the respondents. Correlation analysis and one 
sample test were applied in data analysis. The results from the study revealed that there was a significant positive 
relationship between the way employees perceived training and the performance or productivity of the 
organisation. This study also focused on the relationship between employee training and performance hence did 
not address effectiveness.  
In Kenya, several studies have been carried out to try and establish the link between workplace training and 
employee performance including; (Asava, 2014), (Mohamud, 2014), (Atola, 2013) and (Musembi, Guyo, Kyalo, 
& Mbuthia, 2018). While these studies have focused on employee training, none of them has attempted to 
explore the NGO sector in Kenya, especially with regards to organizational effectiveness. On the other hand, the 
majority of studies carried out within the NGO sector have put more emphasis on either factors affecting 
performance of projects or sustainability. Such studies include: (Wanja, 2017), (Mukanga, 2011), (Nyanje & 
Wanyoike, 2016) and (Adera, 2014). Some studies have however attempted to explore the effect of capacity 
building on project performance in NGOs such as (Ouma, 2016). Nonetheless, there seems to be a gap in 
literature in the Kenyan context regarding the effect of capacity building and especially employee training on 
overall organizational effectiveness among NGOs. 
Most of the available studies on employee training are focused on the commercial sector and organisational 
performance. In Africa for example, one such study carried out in the Ugandan telecommunications sector 
established that training and development has an impact on employees’ job performance (Nassazi, 2013). 
Another study carried out in the banking sector in Lesotho also concluded that training influences employee 
performance (Motlokoa & Monyoloc, 2018). 
 
3.0 Methodology 
This research employed a descriptive design, as it was quite precise in reporting the characteristics of the 
variables under investigation. This design was selected because it assisted in seeking the facts as they exist 
without the researcher’s manipulation. Considered also in selecting the design was the fact that descriptive 
design is used to describe behavior, attitude, characteristics and values (Kothari, 2004). This study also 
employed quantitative methods.  
This study was confined to CARE International in Kenya (CIK) as the case study. The organization was 
selected as a representative of the 28 NGOs that are funded by UNHCR in Kenya. The organisation implements 
one of the largest humanitarian programmes for UNHCR and enjoys a strong presence in Kenya.  
This study was designed as a case study targeting one of the implementing NGOs funded by UNHCR in 
Kenya i.e. CIK.  The target population included all the employees in CIK. The target population was therefore 
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all the 165 employees of CIK (CIK, 2020). 
CIK comprises of 94 Programme staff and 71 support staff, with each category divided into senior and 
junior staff (CIK, 2020). According to Mugenda (2010) at least 10 percent of the population is adequate for a 
sample. This study took 30% of the target population as the sample for the study. This translated to a total of 54 
respondents.  
The study adopted stratified random sampling method to select the sample. According to Kothari (2004), 
stratified random sampling method is used when the study population is not homogenous in nature, in which 
case the population is split into sub-populations (strata) and then a sample randomly selected from each stratum.  
Primary data, collected through survey questionnaires consisting of open-ended and closed questions was 
used in this study. The questionnaire was semi structured containing both open and closed ended questions.  
Quantitative data from the questionnaires was analyzed using descriptive statistics like frequency counts. 
Qualitative data from the questionnaires was coded and organized into themes and concepts that addressed the 
research questions and then analysed accordingly. Validated data was analysed using Microsoft Excel and 
manual methods to obtain relevant information. Regression analysis was also conducted to determine the effect 
of employee training on organisational effectiveness. The following regression model was used: 
Y= α + β1X1+β2X2+β3X3+e 
Where Y= Organisational effectiveness, α = y intercept, β1 to β3 are regression weights for each of the 
independent variables respectively, X1 was the purpose of training, X2 was the content, X3 were the training 
methods whereas e was the error term.  
 
4.0 Findings 
4.1 Purpose of Employee Training in NGOs 
The study results revealed that employee training serves different purposes at CIK. The first purpose of 
employee training at CIK was found to promote the effectiveness of the individual employees in performance of 
their roles in the organization. It was also established that employee training was necessary in order to equip 
employees with both technical and non-technical skills required in the effective performance of their duties and 
responsibilities.  
The other purpose of employee training was found to be closely associated with staff development. The 
study results confirmed that CIK offered employee training as one way of contributing towards staff 
development among its employees. It was also established that employee training was very essential in ensuring 
effective implementation CIK programmes. Trained employees were more likely to perform better in the 
implementation the organizations programmes.  
Still on the purpose of employee training, the results revealed that it serves an important role in improving 
and enhancing interpersonal relations among the employees of the organization. Employees who are properly 
trained gain team working skills and this provides them with the ability to relate well with colleagues. The 
improved interpersonal relations benefit the organization in many aspects including making it more effective.  
It was further established that training in CIK focuses on a number of areas. A total of 18 areas of focus 
were identified and top among them were training on safety and security awareness, leadership management 
training, employee training in specific program areas such as Gender mainstreaming, WASH, Nutrition etc. and 
Professional Career Development were among key areas of employee training at CIK. Others that were 
identified include program management and occupational safety. Overall, the findings show that there is a mix of 
technical and non-technical employee training areas at CIK.  
 
4.2 Employee Training Content  
The research established that employee training at CIK included a wide variety of content. It was evident that 
training programmes at CIK contained content on team working skills. This was meant to equip employees with 
skills on how to work as team in order to achieve organizational goals. The content also included content 
interpersonal and communication skills. This was meant to equip the employees with skills on how to relate with 
colleagues and how to engage in sound and effective communication in the workplace. 
Employee training content was also found to include aspects of leadership or manager training. This was 
important in nurturing leaders and managers who could make sound decisions for the benefit of the organization. 
The leadership training content also included work effectiveness content that was aimed at making employees 
more effective in their roles. The other aspect of training content was found to relate to time management and 
negotiation skills. CIK was found to include time management and negotiation skills content in is training 
programmes to assist its employees learn how to manage time better.  
It was further evident that training programmes at CIK also included content on technical and non-technical 
skills. This was due to the understanding that for employees to work better there was need for them to possess 
both technical and soft skills. Training programmes were therefore designed to capture both technical and non-
technical content.  
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4.3 Methods Adopted in Employee Training 
A number of methods were found to be adopted by CIK in delivering training content to the employees during 
training programmes. The most popular training methods that were adopted by CIK included discussions which 
allowed people to offer varying views on a subject thus resulting to better understanding, E-learning where 
employees could log in at their convenience and access variety of resources, PowerPoint presentations which 
enabled visual illustrations and mentorship which involves taking an employee through the actual or real process 
or procedure of an activity.  
There were other methods that were identified though they seemed not to be popular such as lectures where 
knowledge was imparted to the employees through lectures offered by professionals, seminars conducted outside 
the normal work environments, as well as case studies. It was further established that the training methodology 
that was adopted in offering training to the employees had a significant influence on the level of understanding 
and knowledge acquisition. 
 
4.4 Effects of Employee Training on Organizational Effectiveness 
The results on effect of employee training on organizational effectiveness revealed that employee training has a 
statistically significant effect on the effectiveness of CIK. According to the regression analysis results, it was 
clear that employee training explained 68.4 percent of the variance on organizational effectiveness at CIK. It was 
also established that among the three independent variables of the study, the purpose of employee training and 
the content of training programmes had statistically significant effect on the effectiveness of CIK.  
Overall, based on the analysis of variance output, it was evident that the relationship between employee 
training and organizational effectiveness was statistically significant one. It was thus possible to arrive at a 
conclusion that employee training at CIK had a statistically significant effect on organizational effectiveness.  
 
5.0 Conclusions 
Employee training, including soft skills training, plays an essential role in promoting effectiveness and 
productivity of staff, which in turn contributes to overall organisational effectiveness. Both technical and non-
technical skills training are important as part of equipping staff with the requisite skills that enable them 
effectively execute their duties and also grow personally and professionally in their careers.  
Employee training in areas such as team working and interpersonal skills does affect programme 
implementation in as much as it improves relationships among employees and beneficiaries. Leadership skills 
training for leaders and managers improves their effectiveness at work. Training programmes at CIK contained 
content on team working skills. This was meant to equip employees with skills on how to work as team in order 
to achieve organizational goals. The content also included interpersonal and communication skills, aspects of 
leadership or manager training, leadership training content also included work effectiveness content. The other 
aspect of training content was found to relate to time management and negotiation skills.  
Training methodology affects the development of skills in staff. A combination of different training 
methods is thus key to ensuring that learners understand the concept of training since different people learn 
differently. PowerPoint presentation and use of discussions were the most commonly used training methods in 
employee training. The use of discussions is however the most preferred training method as it gives room for 
interaction among learners while the lecture method is the least preferred method as it doesn’t create much room 
for learner participation and engagement. 
A trainer’s style of delivery is one of the key attributes of a trainer that influences the ability of learners to 
understand the content of training. The trainer’s communication skills as well as their passion and attitude are 
also key attributes of a good trainer. Staff who undergo training perform better in their duties than their 
counterparts thus employee training contributes to the effectiveness of individual staff. Employee training 
improves individual qualities such as interaction with others and communication skills. It also does contribute to 
individual development. 
Employee training affects the way operations are executed in various departments since these departments 
are made of individuals and employee training does affect the way individuals execute their duties, this 
automatically reflects at departmental level. Employee training contributes to the ability of an organisation to 
achieve its goals such as successful programme implementation.  
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